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Abstract 
In the non-profit field one of the major responsibilities of managers is to build a trustworthy picture of the organisations they 
lead, based on transparent ethical principles translated into the organisation’s mission, governance principles, objectives, 
projects and day-to-day activities. Thus, management ethical principles should be a reflection of the moral requirements 
imposed by the Kantian categorical imperative, in order to ensure the organisation’s survival, both by attracting donors and by 
creating and owning its own network of volunteer staff and paid staff, trained to meet the demands of a competitive and 
selective economic environment. Consequently, given the fact that staff (both volunteer and paid) resources of intellectual 
capital must be accompanied by ethical behaviour principles, used as essential tools to build an organisational culture of 
integrity, the main purpose of this study is to make a comparative analysis. Therefore, the investigation process relies on two 
major aspects: (a) the ethical principles promoted by managers in non-profit organisations; and (b) the way in which these 
principles are understood and internalised by the volunteer staff. Data presented in this paper results from the pre-test stage of 
a qualitative research project. The research objective of the study is to highlight the liaison between the ethical infrastructure 
provided by the non-profit managers to volunteer staff and the core ethical values embedded into volunteers’ behaviour. 
© 2013 The Authors. Published by Elsevier Ltd. 
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Lumen. 
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1. Introduction 
Nowadays, an important challenge in the non-profit field is to focus the management policies and practices on 
expanding ethical values in all spheres of organisational activity. In this regard, one of the major responsibilities 
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of a non-profit manager is to build a trustworthy picture of the organisations they lead, based on transparent 
ethical principles and translated into the organisation’s mission, governance principles, objectives, projects and 
day-to-day activities. Thus, management principles should be a reflection of the moral requirements imposed by 
the Kantian categorical imperative, defined as follows: “act as to treat humanity, whether in thine own person or 
in that of any other, in every case as an end withal, never as means only” (Kant, 2008, p. 46). So, the ultimate 
goal of establishing moral principles as the cornerstone of all management activities is to ensure the 
organisation’s survival, both by attracting donors and by creating and owning its own network of volunteer staff 
and paid staff, trained to meet the demands of a competitive and selective economic environment. 
In previous studies on ethical behaviour in non-profit organisations, ethics refers to the study of moral topics, 
including moral issues, moral responsibilities and moral ideals of character, or in a normative sense may be seen 
simply to refer to ‘justified moral standards’, which is to say not just what people believe about how they should 
act, but what they should believe (Ott & Dicke, 2012).  
Consequently, given the fact that staff (both volunteer and paid) resources of intellectual capital must be 
accompanied by ethical behaviour principles, used as essential tools to build an organisational culture of 
integrity, the main purpose of this study is to make a comparative analysis. Therefore, the investigation process 
relies on two major aspects: (a) the ethical principles promoted by managers in non-profit organisations; and (b) 
the way in which these principles are understood and internalised by the volunteer staff. Data in this paper results 
from the pre-test stage of a qualitative research project.  
The research objective of the study is to highlight the liaison between the ethical infrastructure provided by the 
non-profit managers to volunteer staff and the core ethical values embedded into volunteers’ behaviour.  
In the following section the ethical hallmarks of non-profit management that have emerged in previous studies 
will be presented in order to emphasise the core ethical framework promoted within non-profit organisations.  
 
2. Theoretical framework  
 
     Studies conducted in the past on the topic of ethical management in non-profit organisations revealed that if 
the managers of the non-profit organisations wish to ensure the ethical behaviour of their organisations, staff and 
themselves, they need to work at creating and maintaining organisational cultures that accept and honour in 
practice (as fundamental) a set of “core values” that are in continuity with the historic, philosophical and 
religious roots of the voluntary sector, and meet the public’s current expectations (Ott & Dicke, 2012). So, based 
on the theoretical assertion presented above, we can state that the organisational culture of integrity in the non-
profit sector can be shaped from the following steps: creating and maintaining an organisational culture based on 
a set of Schein’s “core values”, which are related to the roots of the voluntary sector in order to meet the current 
expectations. Thus, “the essential lifeblood of the nonprofit sector - trust that nonprofits will fulfill this implicit 
social contract. And to ensure that this trust is sustained, five core values must permeate these organizations, 
shaping their ethics” (Ott & Dicke, 2012, p. 84). The core values or the ethical ideals embedded in the 
organisational culture are as follows: “integrity, openness, accountability, service, and charity” (Ott & Dicke, 
2012, p. 84). 
 
3. Methodological design 
 
3.1. Research theme  
To identify the ethical hallmarks of Romanian non-profit management. 
3.2. Research questions 
What are the main ethical values promoted by non-profit managers? What are the organisational ethical values 
acquired by volunteers? Is there a liaison between the ethical principles promoted by non-profit managers and the 
core ethical values embedded into volunteers’ behaviour?  
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3.3. Research objectives 
 (1) to identify the ethical principles promoted by non-profit managers within their organisations; (2) to identify 
the core organisational ethical values internalised by the volunteer staff; (3) to achieve a comparative analysis 
between ethical values promoted by the non-profit managers within their organisations and the organisational 
ethical values acquired by the volunteers, in order to highlight if the organisational ethical values internalised by 
the volunteer staff are those promoted by the managers within the organisation where they take part in volunteer 
activities.  
4. Empirical data and investigation methods 
 
The empirical investigation process is based upon conducting qualitative research in order to identify if, in the 
background of working activities within non-profit organisations, the ethical principles of management are 
designed by the human resources managers. The research strategy is based upon the method of semi-structured 
in-depth interviews, and the dimensions of the analysis are oriented toward the following variables: (first level of 
analysis) ethical infrastructure provided by nonprofit managers to their volunteer staff; and (second level of 
analysis) core ethical values embedded into volunteers’ behaviour. In this paper, the research findings after 
conducting the pre-test stage of this study will be presented.  
 
5. Features of the qualitative research project under investigation and the sampling model used in the pre-
test stage  
 
One important feature of the qualitative research project under investigation is that it focuses on the empirical 
investigation process and, implicitly, the data collection stage on the Romanian Network of Non-profit Centres 
for Volunteering. This Romanian Network of Non-profit Centres for Volunteering is made up of 15 organisations 
that are distributed nationwide. Another feature of this network is that the activity of each center falls within the 
provision of social and humanitarian services oriented toward different types of disadvantaged groups. In this 
regard, a distinctive feature of the Network of Non-profit Centres for Volunteering is that all 15 centres share a 
common vision on organisational mission: to develop and promote volunteering in Romanian society. The data 
collection strategy is to achieve in-depth interviews, both with non-profit human resources managers and one 
representative of the volunteer staff within each centre that is a member of the Romanian Network of Non-profit 
Centres for Volunteering.   
The sampling model used in the pre-test stage was based on a purposive approach, and the selection of 
categories of respondents was made in accordance with the following criteria: (A) Features of the Non-profit 
Centre for Volunteering: the year in which the centre was founded, history of projects undertaken by the centre, 
number of volunteer staff involved in the volunteering activities developed by the centre, and the centre’s 
visibility in the online environment; (B) Features of the Non-profit Manager: seniority in the centre, experience 
accumulated in the position of non-profit human resources manager within the centre, number of permanent 
volunteer staff the centre has, and the different types of volunteering activities organised within the centre; (C) 
Features of the Volunteer: seniority accumulated in the centre and permanent involvement in different types of 
activities organised by the centre.  
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6. Data analysis – descriptive inference 
 
6.1. Case A) Ethical values promoted by the non-profit managers within their organisations 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 1. First investigated case – Non-profit Centre for Volunteering A 
In the first empirically investigated case, a non-profit manager defines volunteering as a “non-formal learning” 
process, which “creates some skills” for the volunteer staff. In the long-term strategy of this manager, one of the 
major goals is to “develop young people’s skills through volunteering” and to “create moral characters”. Thus, 
the ethical values promoted by the manager of the first volunteer centre in order to provide a model of 
organisational behaviour to his volunteer staff are as following: honesty – “to adhere to organisational ethical 
values and promote them as such; not to hide the desire to obtain a volunteering certificate; don’t steal peers 
merits; real hours of volunteering in the daily report activity; to be sincere; to respect your commitments with 
responsibility”; transparency – “behind all volunteering certificates are real assets; in decision making, in 
spending organisation’s money”; morality – “we want our volunteers to be moral people”. 
 
6.2. Case A) Core ethical values acquired by the volunteers 
 
 
 
 
 
 
 
 
 
 
 
Fig. 2. First investigated case – Non-profit Centre for Volunteering A 
In the first empirically investigated case, the volunteer emphasises the following organisational ethical values: 
respect for the volunteer activity and commitments – “respect for commitments”; transparency of volunteering 
intentions – “not see volunteering as compulsory or as a strategy to obtain a volunteering certificate”; devotion – 
“we must be devoted to volunteer activities”; responsibility – “you must be responsible…keep your word”; 
punctuality; communication – “you must be communicative, consult and discuss with your colleagues”.  
 
 
 
 
 
     Manager: Regarding ethical values promoted within our organisation, these are addressed both to volunteer and to paid staff. I think 
that it is very important to refer to these values especially for volunteer staff, because an important purpose of our work is to develop 
young people’s skills through volunteering. Ultimately, this voluntary work creates some skills, and in my opinion represents a process 
of non-formal learning, within which young people can achieve important and useful things for themselves, and, at the same time, do 
good and helpful things for others. Our organisational motto is that we create moral character among young people through the process 
of volunteering. We have an ethical code of the organisation. After having completed the recruitment and selection process of volunteers, 
we organise initiation training for entry-level volunteers, in order to present to them the organisation’s mission, vision, objectives and 
values. Honesty is one of our main values and we want to promote it as much as we can. An honest person is one who adheres to 
organisational ethical values and promotes them as such. An honest person doesn’t try to take credit for the work of his peers, the results 
of his work are very clear, in the daily report activity he doesn’t claim to have worked 5 hours instead of 3. Honest means being sincere, 
saying that you have come to be a volunteer because you want to help someone in need, and not hiding your selfish desire to obtain a 
volunteering certificate behind this statement. Honesty for us is keeping your word and respecting your commitments with responsibility. 
Organisational transparency means that behind all volunteering certificates are real assets that can be proven with real facts of volunteer 
activity. There should be transparency in decision-making, in spending the organisation’s money. We want our volunteers to be moral 
people. 
Volunteer: You must get involved in the volunteer activities and respect your commitments, to be truly concerned about them and not 
see volunteering as compulsory or as a strategy to obtain a volunteering certificate, or just because it sounds good or catchy to call 
yourself a volunteer. If you come here just to do more hours, in order to obtain a volunteering certificate, I think that you won’t manage 
to do anything and obtain quality results from your activity. I think it’s very important to do this if you really want it, you must not 
impose this, thinking that if you are a volunteer, others will see you differently. You must always keep in mind that you should do this if 
you really feel a connection with the beneficiaries of volunteering activities. You must be devoted to your volunteer activities. If you 
decide to do voluntary work, then you have to go there and to commit to any activity that you do. You must be responsible, you must 
keep your word; you can’t simply say that you’ll help with something and then never show up. You must be punctual as well. You must 
be communicative, consult and discuss with your colleagues, with your beneficiaries, you must let them propose to you new activities or 
new ideas, in order to improve the volunteer activity as a whole. If you really like your work, then you’ll do it with all your heart. I think 
that everything goes by itself if you really care. 
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6.3. Case B) Ethical values promoted by the non-profit managers within their organisations 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 3. Second investigated case – Non-profit Centre for Volunteering B 
In the second empirically investigated case, the ethical values promoted by the manager are the following: 
humanity; generosity; equal treatment and equal rights for organisational members - “we don’t agree with any 
kind of discrimination; we don’t compete within our organisation, we are all equal…and colleagues and we are 
working together”; seriousness; dedication and commitment “is the key element of this story of 
volunteering…and then all other values such as seriousnes, responsibility, respect for your commitments and 
promises” derives from dedication; correctness - “to perform tasks correctly and to be honest”; honesty - “be 
honest with the manager, don’t allow gossip and rumours”; punctuality - “a very important rule and value…to be 
punctual at the meeting time”.  
 
6.4. Case B) Core ethical values acquired by the volunteers 
 
 
 
 
 
 
 
 
Fig. 4. Second investigated case – Non-profit Centre for Volunteering B 
In the second empirically investigated case, the volunteer emphasises the following organisational values: 
humanity; support; dedication; respect for the organisational rules - “there are some limitations of our freedom 
that we must know and be aware of; confidentiality of the volunteer activities; seriousness, responsibility”; 
respect the colleagues and their work - “volunteering involves teamwork because it is the only way we achieve 
spectacular results, to behave properly”; punctuality; trustworthiness – “to keep promises”.  
 
7. Interpretation of the early research results 
 
After conducting the pre-test stage of the qualitative research project, two categories of empirical research data 
for Case A were as follows: (1) ethical principles promoted by the non-profit manager; and (2) core ethical 
values acquired by the volunteer. These categories of research data will be presented in table 1 in the first and 
last column. Also, in table 1 (in the two middle columns of the table) the direct causal liaisons and the indirect 
causal liaisons between the ethical principles promoted by the non-profit managers and the ethical values 
acquired by their volunteers will be presented. 
 
Manager: Firstly, to be a volunteer, you need a fairly high degree of humanity and generosity; here we don’t agree any kind of 
discrimination, we are honest with each other, we don’t compete within our organisation, we are all equal, we have equal rights. 
Seriousness is a very important value for our organisation: if you do anything with dedication and commitment, it won’t be very difficult 
to get good results. If you put all your heart into your work, do it with love and feel that you are there body and soul, then the conditions 
to be punctual, serious, responsible are shaped; if you want to do your work well, then dedication is the key element in this story of 
volunteering. If you do this with dedication, then all other values such as seriousness, responsibility, the respect for your commitments, 
your promises and given word are linked and derived from the main value – dedication. Honesty is another important value for me. I tend 
to give my volunteers a lot of freedom in fulfilling their tasks, but I expect them to perform their tasks correctly and be honest with me. If 
you feel that you can’t do something, just tell me and we’ll identify a solution together. Organisational honesty refers also to the fact that 
we don’t allow either gossip or rumors. Regarding seriousness, if we agree that we’ll do something, then we’ll do it because we 
committed to do that and this is our role. We have an organisational regulation which refers to punctuality, both as a very important rule 
and a value, because when we have an activity it is very important to be punctual, to be there at the meeting time…you can’t promise that 
you’ll be somewhere and then not turn up, because children are waiting for you to come, or elderly people. We don’t use formulations 
such as ‘I’m the boss, I have the first and the last word’, we are all colleagues and we work together. 
Volunteer: The main values of our organisation are humanity, support, dedication. There are some limitations of our freedom that we 
must know and we must be aware of. When we have activities, everyone must know what his/her tasks are, and must respect his/her 
commitment. Volunteers are the image of the organisation, and they must respect the organisational rules, confidentiality of their 
activities, seriousness, responsibility. Some of the young volunteers must learn to be more careful with their colleagues, to respect them 
and their work. Volunteering involves teamwork because this is the only way we can achieve spectacular results. If we don’t work within 
a team, one single person can’t accomplish anything. It is very important for volunteers to be punctual, to keep promises they have made, 
to behave properly, both with their colleagues and with the beneficiaries of his/her services. 
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Table 1. Case A – Comparative analysis: Ethical values-manager vs. Ethical values-volunteer 
A. First investigated case - I. Ethical 
principles promoted by the nonprofit 
manager  
Direct Causal 
Liaison 
Indirect 
Causal 
Liaison 
A. First investigated case - II. Core ethical 
values acquired by the volunteer 
A.I) Ep1=Create moral characters Ep4->Ev2 Ep1->Ev1;     
       ->Ev2 
       ->Ev3 
       ->Ev4 
       ->Ev5 
       ->Ev6 
A.II)Ev1=Respect  
A.I) Ep2=Develop young people’s skills Ep6->Ev1 Ep2->Ev6 A.II)Ev2=Transparency  
A.I) Ep3=Honesty Ep7->Ev4 Ep5->Ev6 A.II)Ev3=Devotion  
A.I) Ep4=Transparency  Ep8->Ev3 
       ->Ev5 
       ->Ev6 
A.II)Ev4=Responsibility  
A.I) Ep5=Sincerity A.II)Ev5=Punctuality 
A.I) Ep6=Respect A.II)Ev6=Open communication  
A.I) Ep7=Responsibility 
A.I) Ep8=Morality 
 
      In the Non-profit Centre for Volunteering A, after conducting the comparative analysis between the ethical 
principles promoted by managers and the core ethical values acquired by the volunteer, we may state that the 
managerial ethical principles are reflected in the ethical values internalised by the volunteer. 
     The causal liaison may be divided in two: direct causal liaison and indirect causal liaison. Direct causal liaison 
was observed in three instances: Ep4->Ev2; Ep6->Ev1; Ep7->Ev4. The strongest ethical values transmitted from 
the non-profit managers to their volunteers were: transparency, respect and responsibility.  
     Also, an indirect causal liaison was observed in several instances: Ep1>Ev1; Ep1->Ev2; Ep1->Ev3; Ep1-
>Ev4; Ep1->Ev5; Ep1->Ev6; Ep2->Ev6; Ep5->Ev6; Ep8->Ev3; Ep8->Ev5; Ep8->Ev6. Therefore, the weak 
ethical values transmitted from the non-profit managers to their volunteers were: to create moral characters; 
develop young people’s skills; sincerity, morality. 
     The same two categories of empirical research data were used for Case B as for Case A. These are presented 
in table 2 in the same format as table 1. 
Table 2. Case B – Comparative analysis: Ethical values -manager vs. Ethical values –volunteer 
B. Second investigated case - I. Ethical 
principles promoted by the nonprofit 
manager  
Direct Causal 
Liaison 
Indirect 
Causal 
Liaison 
B. Second investigated case - II. Core ethical 
values acquired by the volunteer 
B.I)Ep1=Humanity Ep1->Ev1 Ep2->Ev2 B.II)Ev1=Humanity 
B.I)Ep2=Generosity Ep6->Ev3 Ep5->Ev7 B.II)Ev2=Support 
B.I)Ep3=Equal rights Ep7->Ev4 Ep8->Ev2 
       ->Ev5 
B.II)Ev3=Dedication 
B.I)Ep4=Equal treatment Ep11->Ev6 Ep9->Ev5 B.II)Ev4=Respect 
B.I)Ep5=Seriousness  Ep10->Ev5 
         ->Ev7 
B.II)Ev5=Confidentiality 
B.I)Ep6=Dedication B.II)Ev6=Punctuality 
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B.I)Ep7=Respect B.II)Ev7=Trustworthiness 
B.I)Ep8=Responsibility 
B.I)Ep9=Correctness 
B.I)Ep10=Honesty 
B.I)Ep11=Punctuality 
      
      In the Non-profit Centre for Volunteering B, after conducting the comparative analysis between ethical 
principles promoted by managers and the core ethical values acquired by the volunteer, we may state that the 
managerial ethical principles are reflected in the ethical values internalised by the volunteer. 
     The causal liaison may be divided in two: direct causal liaison and indirect causal liaison. Direct causal liaison 
was observed in three instances: Ep1->Ev1; Ep6->Ev3; Ep7->Ev4; Ep11->Ev6. The strongest ethical values 
transmitted from the non-profit managers to their volunteers were: humanity, dedication, respect and punctuality.  
     Indirect causal liaison was observed in several instances: Ep2->Ev2; Ep5->Ev7; Ep8->Ev2; Ep8->Ev5;  
Ep9->Ev5; Ep10->Ev5; Ep10->Ev7. The weak ethical values transmitted from the non-profit managers to their 
volunteers were: generosity, seriousness, responsibility, correctness and honesty. 
     After an inventory of the results arising from the pre-test stage in the two Non-profit Centres for Volunteering, 
the next step is to carry out a comparative analysis between the ethical values promoted by the non-profit 
managers and the ethical values acquired by the volunteers. This comparison of the empirically investigated cases 
will be presented in table 3. 
Table 3. Comparative analysis between first investigated Case - A and the second investigated Case - B 
Empirical Case A Empirical Case B 
A.I) First investigated case - 
I. Ethical principles 
promoted by the non-profit 
manager 
A.II) First investigated case 
- II. Core ethical values 
acquired by the volunteer 
B.I) Second investigated case 
- I. Ethical principles 
promoted by the non-profit 
manager 
B.II) Second investigated case 
- II. Core ethical values 
acquired by the volunteer 
A.I) Ep1=Create moral 
characters 
A.II)Ev1=Respect  B.I)Ep1=Humanity B.II)Ev1=Humanity 
A.I) Ep2=Develop young 
people’s skills 
A.II)Ev2=Transparency  B.I)Ep2=Generosity B.II)Ev2=Support 
A.I) Ep3=Honesty A.II)Ev3=Devotion  B.I)Ep3=Equal rights B.II)Ev3=Dedication 
A.I) Ep4=Transparency A.II)Ev4=Responsibility  B.I)Ep4=Equal treatment B.II)Ev4=Respect 
A.I) Ep5=Sincerity A.II)Ev5=Punctuality B.I)Ep5=Seriousness B.II)Ev5=Confidentiality 
A.I) Ep6=Respect A.II)Ev6=Open 
communication  
B.I)Ep6=Dedication B.II)Ev6=Punctuality 
A.I) Ep7=Responsibility  B.I)Ep7=Respect B.II)Ev7=Trustworthiness 
A.I) Ep8=Morality B.I)Ep8=Responsibility 
B.I)Ep9=Correctness 
B.I)Ep10=Honesty 
B.I)Ep11=Punctuality 
Common ethical values of the non-profit managers 
interviewed in the pre-test stage 
Common ethical values of the non-profit volunteers interviewed 
in the pre-test stage 
CvM 1) Responsibility CvV1) Respect 
CvM 2) Honesty CvV2) Punctuality 
 
796   Maria-Magdalena Richea /  Procedia - Social and Behavioral Sciences  92 ( 2013 )  789 – 798 
     As we can observe in table 3, after conducting the comparative analysis between the two investigated cases in 
the pre-test stage of the qualitative research project, common values were identified regarding both major levels 
of empirical investigation: (1) ethical principles promoted by the non-profit managers within their non-profit 
centres for volunteering; and (2) ethical values acquired by the volunteers from the two non-profit centres for 
volunteering.  
    Regarding the first level of empirical investigation, ethical principles promoted by the non-profit managers 
within their non-profit centres for volunteering, the empirical data showed the following common values or the 
basic structure of the ethical infrastructure promoted within the organisations they lead: responsibility and 
honesty. Thus, the different ethical values promoted by the non-profit managers may be explained on the basis of 
the ethical culture of their centre, their seniority, organisational objectives, their volunteer staff, beneficiaries of 
volunteering services, their donors, the projects undertaken etc. 
     Concerning to the second level of empirical investigation, ethical values acquired by the volunteers from the 
two non-profit centres for volunteering, the empirical data showed the following common values acquired by the 
two volunteers within the centres in which they work: respect and punctuality. The other different ethical values 
acquired by the interviewed volunteers may be explained on the basis of their seniority in volunteering, 
permanent involvement in different types of activities organised by the centres, their education, their own 
perception on ethics, the types of projects in which they were involved, and the ethical infrastructure promoted 
within the non-profit volunteering centres in which they work. 
     So, on the basis of the two levels of the empirical investigation process, we may conclude that both non-profit 
managers and their volunteers share common ethical values, but one important research finding is that the 
interviewed volunteers have other common ethical values that their managers do not have. However, in the case 
of volunteers’ common ethical values as a result of a direct causal liaison of the ethical values promoted by the 
non-profit manager, the results are as follows: (Empirical Case A): manager’s ethical value = respect -> 
volunteer’s ethical value = respect; in (Empirical Case B): manager’s ethical value = punctuality -> volunteer’s 
ethical value = punctuality.  
     As we observed in the previous levels of analysis, the study resulted in two categories of ethical values 
emphasised within non-profit management. In this regard, we may divide the non-profit ethical values into two 
categories: (a) ethical hallmarks of non-profit management resulting from the theoretical framework of the study; 
and (b) ethical hallmarks of non-profit management resulting from the pre-test stage of the study. These 
categories of  research findings will be presented in table 4.  
Table  4. Core ethical hallmarks of nonprofit management 
a. Ethical hallmarks of non-
profit management resulting 
from the theoretical framework 
b. Ethical hallmarks of non-profit management resulting 
from the pre-test stage of the study 
a.Ep1=Integrity b.Ep1=Responsibility b.Ep2=Honesty 
a.Ep2=Openness b.Ep3=Create moral 
characters 
b.Ep4=Develop young 
people’s skills 
a.Ep3=Accountability b.Ep5=Transparency b.Ep6= Sincerity 
a.Ep4=Service b.Ep7= Respect b.Ep8= Morality 
a.Ev5=Charity b.Ep9= Humanity b.Ep10= Generosity 
 b.Ep11= Equal rights b.Ep12= Equal treatment 
b.Ep13= Seriousness b.Ep14= Dedication 
b.Ep15= Correctness b.Ep16= Punctuality 
 
      As we observed above, the first category of ethical values is the one resulting from the theoretical framework 
of the study; the second category of ethical values is the one resulting from the empirical investigation of cases in 
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the pre-test stage of the research. Therefore, both categories of ethical values that are highlighted in the table 
above are the guidelines in the construction process of a non-profit management ethical infrastructure, even 
though a direct causal liaison was not identified between the ethical hallmarks of non-profit management from 
the theoretical framework and the ethical hallmarks of non-profit management from the pre-test stage of the 
empirical investigation process. However, empirical research findings may be regarded as showing an indirect 
effect or indirect causal liaisons of the following ethical values from the theoretical framework: integrity and 
charity. 
 
8. Conclusions drawn after pre-test stage of the study 
 
After conducting the pre-test stage of the study regarding the management ethical principles and ethical 
behaviour in Romanian non-profit organisations, we may conclude that the non-profit managers from the two 
centres for volunteering investigated in this stage of the research are preoccupied with the ‘ethical image’ of the 
organisations they lead, and therefore they assume their important role in setting the ethical infrastructure within 
their organisations.  
The first component of the empirical investigation process was to identify the ethical principles promoted by  
the managers in the non-profit organisations. From this resulted the core principles on which the ethical structure 
of non-profit management in the two investigated cases is based. The core ethical principles promoted by non-
profit managers are as follows: responsibility, honesty, create moral characters, develop young people’s skills, 
transparency, sincerity, respect, morality, humanity, generosity, equal rights, equal treatment, seriosity, 
dedication, correctness and punctuality. From the core ethical values highlighted above, only two ethical values 
are values shared by the two non-profit managers, namely responsibility and honesty. Therefore, the other core 
ethical values promoted by the non-profit managers may be explained on the basis of the ethical culture of their 
centre, their seniority, organisational objectives, their volunteer staff, beneficiaries of volunteering services, their 
donors, the projects undertaken etc. 
The second component of the empirical investigation process was to identify the way in which the ethical 
principles promoted by non-profit managers were understood and internalised by the volunteer staff. In this 
regard the research question was ‘Is there a causal liaison between the ethical principles promoted by managers 
and the core ethical values embedded into volunteers’ behaviour?’ 
Research data from the pre-test stage of the study showed that in both centres, core ethical values acquired by 
volunteers were the result of a causal liaison (both direct and indirect) between the ethical principles promoted at 
the management level and the ethical behaviour embedded at the individual level. Therefore, the direct causal 
liaison in both observed cases was recorded for the following ethical values: transparency, respect, responsibility, 
humanity, dedication and punctuality, which can lead us to the idea that the core values mentioned above are: (1) 
the strongest ethical values internalised by the volunteer staff; and (2) the values promoted more effectively by 
the non-profit managers within their organisations. Also, the empirical data showed the following common 
values acquired by the two volunteers within the centres in which they work: respect and punctuality. Thus, the 
other different ethical values acquired by the interviewed volunteers may be explained on the basis of their 
seniority in volunteering, permanent involvement in different types of activities organised by the centres, their 
education, their own perception on ethics, the types of projects in which they were involved, and the ethical 
infrastructure promoted within the non-profit volunteering centres in which they work.  
Another outcome is that the structure of the ethical hallmarks of non-profit management was designed as a 
mirror of the ethical principles from the theoretical framework and the ethical principles from the pre-test stage of 
this study. 
 
9. Limitations of the qualitative research project 
 
     An important limitation of the proposed qualitative research is the absence of statistical representativeness. In 
this regard, the generalised character in the empirically investigated cases in this qualitative research approach is 
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limited to theoretical propositions rather than analyses related to statistical populations or social universes. 
Therefore, the research results from the pre-test stage are limited to the empirically investigated cases.  
 
10. Future research directions 
 
     One of the major objectives of the proposed qualitative research project is to complete the data collection for 
the same dependent variables included in the empirical investigation for the other 13 centres: members of the 
national network of Non-profit Centres for Volunteering.  
     Another purpose is to review the research tools in order to introduce further variables and obtain additional 
observable implications. Another implication for the future investigation process is to expand the research and 
design a quantitative inquiry in order to improve research data triangulation.  
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